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1 Introduction
　The purpose of this research note is to 
investigate how UK’s white-collar workers 
including managers form their career in 
organization, by comparing with prior 
international comparative studies, such as 
Storey et al. (1997) or Koike and Inoki (2002). 
　The 1000 data-set of white-collar workers 
were gathered by web-questionnaire survey 
about white collar workers, consisting of 
about 400 managers being employed in 
UK ﬁrms (hereafter abridged as 2018 UK 
research). 
　By the way, we should note the reason 
why we focus on white-collar workers 
career formation within organization and 
international comparative study would be 
needed.
　If we focus on white- collar’s career 
process in organization, it can be analyzed 
from the perspective of horizontal move 
and vertical promotion. It is true that 
certain amounts of prior studies about 
career process in organization has been 
accumulated so far.
　As Sato (2011; 2014) pointed, these 
career studies has accumulated at the 
background of emerging new career 
theories like protean career (Hall1976; 
1996), boundaryless career (Artur and 
Rousseau1996; Sullivan1999).
　On the other hand, some career studies 
point out that traditional career pattern, 
in which many employees are working 
for longer and getting lateral move as 
well as promotion within one particular 
organization, has still kept resilience 
(MacDonald,Brown and Bradley2005; 
Baruch2006; Hamori and Kararika2009; 
Vinkenburg and Weber2012).
　However, a large number of research 
about white-collar’s career formation 
exist, including new career theory such as 
boundaryless career as well as traditional 
career model, but unfortunately little is 
known about comparable data on real 
circumstance of white-collar worker’s career 
in the UK and Japan except Storey etal 
(1997) or Koike and Inoki (2002). Taking 
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into account these, 2018 UK research 
were designed to compare with previous 
research by making same question as the 
previous research, so that the information 
collected in our research on white-collar 
workers seems to be of use in comparing 
with previous research.
　This paper’s contents are as follows. We 
review Previous research on international 
comparative studies of career formation 
of white-collar workers in section 2. Some 
hypothesis and frame work brought from 
previous research will be presented in 
section 3. At section 4, we analyze results 
of 2018 UK research data, comparing with 
previous research. Then in section 5 we 
summarize our research results, focusing 
on the characteristics of white collar career 
formation between UK and Japan.  
2 Survey on international comparative 
study of white-collar worker’s career 
formation in large companies.
 
　As we stated, international comparative 
study of white-collar worker’s career 
formation in large ﬁrm are little known 
except Storey et al (1997), Japan Institute 
of Labor (1997) and Koike and Inoki (2002). 
So we will survey these previous studies 
mainly.
　Storey et al (1997) conducted case study 
on the careers of managers working for 
large ﬁrms in the UK and Japan.
2.1 Storey et al. (1997)
　Storey etal (1997) conducted case study 
on the careers of managers working for 
large companies in the UK and Japan. 
In addition to an interview survey, a 
questionnaire survey was also conducted. 
Total 8 companies were selected as the 
survey subjects from 4 sectors, such 
as engineering, banking, retailing 
(supermarket) and telecommunications. 
Total of 239 managers working there 
(Japanese 107 people,132 British) were 
surveyed. 
　We can summarize main fact ﬁndings in 
the research as follows.
　Firstly, in comparison between Japan 
and the UK, Japan has a higher percentage 
of university graduates and higher 
educational level. Next, looking at the age 
of ﬁrst full-time job, there are quite a few in 
the UK who are under the age of 18, but no 
Japanese companies.
　Secondly, regarding the manager’s job 
change experience and years of service, 
comparing Japan with the UK, there are 
many people in the UK who have changed 
jobs and their service years are short.
　Thirdly, the age at the beginning of the 
manager, manager of the UK are younger 
than that of Japan. While managers of 
the UK are not less than 26 years old, 
managers of Japan are absent, mostly 
after 30-35 years old, even 36-40 years old 
manager account for majority in Japanese 
engineering or banking.
　Fourthly, regarding the consciousness 
about the clarity of manager’s career path, 
there are a lot of proportions that managers 
of the UK are clearer than that of Japan. 
Although this is an interpretation, in 
the UK, there are not many job changes 
involving changes companies, so it is easy 
to see the pass beforehand, while managers 
of Japan may be due to the path including 
future assignments even if they stay at 
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same company.
　Fifthly, regarding the prospect of 
horizontal movement and promotion, 
both in Japan and the UK, promotional 
opportunities are expected to decrease, 
while horizontal movement is expected to 
increase.
 
2.2 UK research by Japan Institute of Labor 
(1997)
　Japan Institute of Labor (1 9 9 7) 
(hereafter, abridged as JIL1997) conducted 
international comparative study on white-
collar’s career including the UK large 
companies. Their main fact ﬁndings are as 
follows. 
　Firstly, as a result of investigating 
whether managers has changed job 
experience, the UK’s managers has more 
experiences of job changes. Specifically, 
in the case of employees in accounting 
department of a large established 
manufacturing company, all seven 
employees of accounting departments in 
Japan had no job change experiences, 
while stuffs in the UK accounting all eight 
employees had experience of changing jobs.  
　Secondly, regarding the width of the 
career, that is, the range of horizontal 
movement, Japan and the UK both ﬁt into 
almost one function, but Japan is slightly 
wider.
　Thirdly, regarding the timing of vertical 
movement of careers, the ﬁrst screening 
is later than in Japan. In the case of 
marketing department of the supermarket 
in the UK, there is the ﬁrst selection 
after two to three years since joining the 
company. A plateau stage at which more 
than half of the cohort of promotion or 
upgrading, appear eight to nine years after 
joining the company. On the other hand, 
in the case of Japan, the ﬁrst selection 
is seven to eight years and plateau stage 
is about twenty years after entering the 
company, both selection stages are later 
than in the UK.
　Fourthly, there are many in Japan who 
are experiencing grand work such as works 
in factories, branches, or sales ofﬁces.
　Fifthly, looking at the entrance to the 
internal labor market (intake point), Japan 
has adopted a new university graduate. 
In the UK, in the case of established large 
company, a combination of new graduate 
recruitment (new school leaver) and mid-
career recruitment is combined, but in the 
case of a rapidly growing company, mid-
career recruitment only, and it is screening 
relying on occupational qualiﬁcation.
　These observations are in common with 
Storey et al. (1997) in the UK white collar 
has more chances to change jobs.
2.3 Questionnaire survey of comparative 
study by Koike and Inoki (2002)
　Questionnaire survey of comparative 
study by Koike and Inoki (2002) edited 
summarized research results by Sato 
(2002:249-267) based on JIL (1998) 1).
　Unfortunately, Koike and Inoki (2002) 
didn’t include UK’s survey respondents, so 
that they could not compare Japan with the 
UK. According to Dore (1993) or Hall and 
Soskice (2001=2007), the UK is classiﬁed 
as market-oriented country or Liberal 
Market Economy (hereafter abridged as 
LME) like the USA, so that we can assume 
both countries are similar. Based on this 
assumption it is possible to construct 
02_佐藤_Vol17-1.indd   23 2019/10/07   13:24
24
following framework and hypothesis we 
showed in section 3. 
3 Framework, hypothesis and data set 
of 2018 UK Research 
3.1 Framework and hypothesis
　According to previous studies such as 
Koike and Inoki (2002), we should examine 
following hypotheses.
　1 While many UK managers would 
tend to change job frequently, Japanese 
managers don’t tend to change job 
frequently.
　2 One of conditions that enable to change 
job would seem to be strong occupational 
relevance of school education in the UK, 
but it would not seem strong in Japan. 
　3 In addition to this condition, it seems 
that manager’s job would be required 
ofﬁcial or social qualiﬁcation because these 
qualiﬁcations will enhance portability of 
manager’s job.
　4 Manager’s career formation can 
be approached from the view point of 
horizontal breadth of organizational career. 
Previous research show that UK managers 
breadth of career in organization would be 
narrower than that of Japanese managers. 
　5 Manager’s career formation can also 
be approached from the view point of 
vertical promotion of organizational career. 
Previous research show that speed of UK 
managers of vertical promotion would be 
faster than that of Japanese managers. 
　These are just hypothesis being brought 
from prior study, so lets examine by 
analyzing data and making comparison 
between Japan and the UK or other 
countries like the US or Germany in section 
4.
3.2 Data set of 2018 UK Research 2)
　2018 UK research conducted web 
questionnaire survey by which we collected 
the data from 1000 respondents who 
are all regular employees in industry. In 
conducting web questionnaire survey, we 
got the cooperation of Cross-Marketing. 
Basic attributes of survey respondents are 
as follows. 
　Classification by gender shows 46.4 
percent for men and 54 percent for women, 
with a large number of women.
　The age group is 10.6 percent for 20's, 
27.5 percent for 30's, 27.7 percent for 40’s, 
26.4 percent for 50’s, 7.8 percent for 60’s.
　The ﬁnal education composition is 13.2 
percent for below “O” level, 29.1% for 
“A” level (Japan high school graduates 
equivalent), 30.1% for undergraduate 
(Japan college or university graduates 
equivalent), and 10.5% for post graduate, 
with a relatively large number of 
undergraduate.
　Classiﬁed by industrial sector, wholesale 
and retail is highest at 14.7 percent, 
13.9 percent for service,13.3 percent for 
manufacturing are followed this. Classiﬁed 
by occupation, clerk is highest at 43.7 
percent, 28.5 percent for manager, 18.4 
percent for professional and technical job, 
9.3 percent for sales are followed this.  
　Break down of classiﬁcation by position 
at current company, general employee is 
highest at 50.5 percent, 9.5 percent for 
subsection manager or chief class, 14.5 
percent for section manager class, 19.4 
percent for division manager class, 6.1 
percent for owner-operator or ofﬁcer.
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　Classiﬁcation by company size based on 
the number of employees is shown in Table 
1.
　In comparison with Japan of prior study, 
it is necessary to make company size based 
on number of employees even, we deﬁned 
company with more than a thousand 
employees as large company in this paper. 
The large company is deﬁned company 
with more than three hundred employees 
by basic law of small and medium sized 
company in Japan, but we deﬁned above 
because company size based on number of 
employees are more than ninety percent 
of respondents in Koike and Inoki (2002) 
(Table 1). And main analytical subject in 
this paper is “division manager or section 
manager class” in terms of position at 
current company.
　For that reason, UK’s large company 
manager is deﬁned as division or section 
manager being employed in company with 
more than a thousand employees in this 
paper.
　Basic attribute of survey respondents in 
2018UK research was shown, so we analyze 
the data, comparing the UK with Japan or 
other countries like the US and Germany 
in following section.
4 Comparative study on human 
resource development and career 
formation focusing on UK’s large 
company manager
 
　We analyze real circumstances about 
human development and career formation 
of UK ’s large company managers, 
comparing with Japanese large company 
managers in this section.
4.1 the ratio of those who experienced 
companies change
　The ratio of those who experienced 
changing companies in a company could be 
one of important indicators to understand 
labor market fluidity. International 
comparative study suggests that Japanese 
workers who experienced changing 
companies are less than that of the UK, but 
it is needed to examine whether it is true or 
not. In the left column of Table 2 shows the 
result of 2018UK research and breakdown 
ﬁgure of UK large company managers of 
the total white-collar, and prior study data 
including Japan is also listed in the right 
column of the Table 2 for reference.
　Those who answered one (current 
company only) means those who entered 
current company at the same time school 
graduation without being employed any 
other company. The ﬁgure is 16.4 percent 
for total respondents in the UK, even 
less 14.7 percent for UK large company 
managers, which is less than US ﬁgures of 
Table 1 Classiﬁcation by number of employees 
of respondents in 2018UKresearch
respondents ％
total 1000persons 100.0 
1 less than 300 370 37.0 
2 300-999 161 16.1 
3 1000-2999 125 12.5 
4 3000-4999 88 8.8 
5 5000-9999 79 7.9 
6 10000 or more 177 17.7 
Source: 2018 UK Reseach
Note: ﬁgures means answers to the question "How 
many full-time employees are employed by your 
current company?"
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prior study.  
　According to Table 2 which lists the 
number of companies (including present 
company) for whom the survey respondents 
have worked at the time the survey was 
taken, there was a big difference between 
the UK and Japan. And UK's large 
company manager who change companies 
frequently, whose job change is ﬁve times 
or more exist 23.1percent, which exceed 
15.6 percent for the US. On the other hand, 
Japanese manager who worked for current 
company only are 81.5 percent with largest. 
Put into other words, about eighty percent 
for Japanese manager working for large 
company are those who entered current 
company without being employed in other 
company and got promoted.
　Thus, it is possible to point out the fact, 
as characteristics of the UK managers, 
who got promoted, experiencing job change 
rather than internal promotion.
4.2 Having been useful  things for 
advancement in their own current job
　What do UK’s managers think useful 
things for their advancement in their own 
current job? Table 3 shows the results of 
this question. At the same time, results of 
prior study are listed in the right column of 
Table 3 for reference.
　It was found following two things from 
Table 3, when we compare the UK with 
Japan.
　Firstly, the things with higher score of 
the UK than Japan are “Off-JT carried 
out by your company”,” The content of 
your education at your ﬁnal educational 
institution”,” Experience with speciﬁc work 
in your speciﬁc role”.
　Secondly, the things with higher score of 
Japan than the UK are “Experience with 
various work in your role “, “Experience 
with work in other roles “, “Guidance and 
advice from workplace superiors “.
　From this we can derive the argument 
that the UK’s managers tend to have 
Table 2 The ratio of those who experienced companies change
2018 UK Research （Reference）Prior Study
UK's
white-collar
(1000 persons）
large company 
manager 
(143 persons)
Japan 
(1567 persons）
the US 
(752 persons）
Germany 
(674 persons)
1 company 
   (my current company only) 16.4 14.7 81.5 18.1 28.3
2 companies 15.6 18.9 18.2 27.3 23.9
3 comanies 20.6 23.8 13.3 23.3 24.9
4 companies 16.7 19.6 4.9 15.6 11.9
5 companies or more 30.6 23.1 3.5 15.6 9.6
Note: Prior study are taken from Kioke and Inoki (2002:251).Most of the respondents in Japan, the US, and Germany 
are the section or division managers of large companies, so among the respondents in the UK, the section 
heads and section managers for large companies (more than 1000 employees) were counted as large company 
managers.
Question is "How many companies have you worked for including your current company? (Do not include part-time 
jobs and temporary employment)"
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stronger educational relevance of 
occupation than Japan, and to have 
narrower functional experience than 
Japan, while Japan’s managers tend to rely 
on OJT than Off-JT.
4.3 Official or social Qualifications which 
are essential or desirable to gain 
employment or to work in own present 
work position
　Table 4 shows the results of answer 
to the question “Are there any ofﬁcial or 
social qualiﬁcations that are essential or 
desirable to gain employment or to work in 
your current job?" At the same time, results 
of prior study are listed in the right column 
of Table 4 for reference.
　First of all, 50.9 percent of UK white-
collar say that they are "have" in terms of 
they have qualiﬁcation or not, 70.9 percent 
of UK large company managers say that 
they are “have”. On the other hand, ratio of 
Japanese managers saying “have” are 28.9 
percent, “don’t have” are 62.9 percent, those 
saying “have” are much less than the UK. 
The difference between the UK and Japan 
is in marked contrast. 
　In other words, characteristics of the 
UK’s managers, comparing with Japan, 
those who have any official or social 
qualiﬁcation are more for the UK, less 
for Japan. Incidentally, comparing four 
countries, those who have any qualiﬁcation 
are the most for the UK, the second for the 
US, and the third for Japan, the least for 
Germany.
Table 3 Having been useful things for advancement in your own current job
2018 UK Research （Reference）Prior Study
UK's
white-collar 
(1000 persons）
large company 
manager
(143 persons)
Japan 
(1567 persons）
the US 
(752 persons）
Germany 
(674 persons)
1 The content of your 
education at your ﬁnal 
educational institution
0.96 1.10 0.86 1.5 0.87
2 Off-JT carried out by your 
company 0.88 1.02 0.96 1.15 1.12
3 Self-study and education/
training completed at your 
own expense
1.06 1.20 1.26 1.34 1.46
4 Experience with various 
work in your role 1.44 1.43 1.70 1.71 1.58
5 Experience with speciﬁc 
work in your speciﬁc role 1.52 1.51 1.46 1.57 1.41
6 Experience with work in 
other roles 1.23 1.29 1.47 1.06 1.19
7 Guidance and advice from 
workplace superiors 1.10 1.11 1.40 1.35 1.06
Note 1: Prior research studies referred to Koike and Inoki (2002: 256). The effectiveness index was drawn up from 
the response ratio to the following choices of designation for one through seven options. Effectiveness 
Guideline Points = ("very useful" (%) x 2 + "somewhat useful" (%) x 1 + "not useful at all" (%) x 0) x 100-"have 
not experienced" (%) -"No answer" (%).
Question is "How useful have each of the following things been for your advancement in your current job? "
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　Then, Table 5 shows the reason being 
required qualiﬁcation, characteristics of the 
UK’s managers, comparing four countries, 
is that “the qualiﬁcations are an essential 
condition to get the job”, “the qualiﬁcations 
are advantageous for promotion” are 
many, while characteristics of Japan, “the 
qualiﬁcations are an essential condition 
to get the job”, “the qualifications are 
advantageous for promotion” are the 
least among four countries, on the other 
hand “ the qualiﬁcations teach the abilities 
Table 5 Reason why ofﬁcial or social Qualiﬁcations which are essential or desirable to gain employment 
or to work in own present work position (For those who replied “Yes” to having a ofﬁcial or 
social qualiﬁcation, Multiple Responses Allowed)
2018 UK Research （Reference）Prior Study
UK's
white-collar      
(509 persons）
large company 
manager 
(143 persons)
Japan 
(443 persons）
the US 
(325 persons）
Germany 
(174 persons)
The qualiﬁcations are an 
essential condition to get the 
job
50.8 48.0 18.7 34.5 38.7
The qualiﬁcations are 
advantageous for promotion 46.3 60.0 8.6 42.2 39.8
The qualiﬁcations enhance 
social reputation 15.0 24.0 20.9 63.4 16.7
The qualiﬁcations are 
advantageous for changing jobs 21.1 20.0 13.3 58.2 44.6
The qualiﬁcations teach the 
abilities required to perform 
the job
26.4 23.0 78.3 64.9 76.3
Note: Prior study are taken from Kioke and Inoki (2002:258).Most of the respondents in Japan, the US, and 
Germany are the section or division managers of large companies, so among the respondents in the UK, the 
section heads and section managers for large companies (more than 1000 employees) were counted as large 
company managers.
Question is "Why are the qualiﬁcations that you answered about in the previous question necessary? " Select all the 
reasons that apply from the following.
Table 4 Ofﬁcial or social Qualiﬁcations which are essential or desirable to gain employment or to work 
in own present work position (%)
2018 UK Research （Reference）Prior Study
UK's
white-collar
(1000 persons）
large company 
manager
(143 persons)
Japan
(1567 persons）
the US
(752 persons）
Germany
(674 persons)
No 49.1 29.1 69.2 54.3 71.9
Yes 50.9 70.9 28.9 43.2 28.1
No answer 0 0 2.1 2.5 0
Note: Prior study are taken from Kioke and Inoki (2002:258).Most of the respondents in Japan, the US, and 
Germany are the section or division managers of large companies, so among the respondents in the UK, the 
section heads and section managers for large companies (more than 1000 employees) were counted as large 
company managers.
Question is "Are there any ofﬁcial or social qualiﬁcations that are essential or desirable to gain employment or to 
work in your current job?"
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required to perform the job” is the most 
among four countries.
　Next, as the reason being required 
qualification is shown in Table 5, 
characteristics of the UK’s managers, 
comparing four countries, is that number 
of those who answer “the qualiﬁcations 
are an essential condition to get the job”, 
“the qualifications are advantageous 
for promotion” are many. On the other 
hand the characteristics of Japan is the 
reason “the qualiﬁcations are an essential 
condition to get the job”, “the qualiﬁcations 
are advantageous for promotion” are 
less among four countries, but “the 
qualiﬁcations teach the abilities required to 
perform the job” is a lot.
　Thus, it is followed from this that 
Japanese managers are less required 
qualification, and many managers are 
aimed at getting qualiﬁcation not because 
of rising payment but enhancing a job-
related ability.  Further, it is also suggested 
that many Japanese companies are not 
willing to appreciate official or social 
qualiﬁcation, and link to payment.   
4.4 Horizontal move: current function and 
function with most experience 
　Organizational career is analyzed in 
terms with horizontal move and vertical 
move in 4.4 and 4.5 of this paper. Analysis 
of horizontal mov means the perspective to 
see career horizontal range by which being 
analyzed experience of function and service 
length. Analysis of vertical move means the 
perspective to see career vertical range by 
which being analyzed timing of promotion 
or stage of screening.
4.4.1 Current function and function with 
most experience
　We conﬁrm relation between Current 
function and function with most experience 
ﬁrst. Table 6 shows ratio of those who are 
coincident current function with function 
with most experience. We can see variation 
among functions. The coincidence rate of 
administration or sales and marketing are 
high, personnel or planning are less.
4.4.2 Function with most experience and 
length of experience
　Next, we calculated the ratio of 
Table 6 Ratio of those who are coincident current function with function with most experience
The ratio of those who are coincident current function with function with longest work experience
Finance
Sales and m
arketing
Personnel
Planning
Production
Adm
inistration
M
aintenance
R and D
Purchasing
M
anagem
ent trainee
System
s, com
puting
Q
uality assurance
UK's
White-collar 
(991 persons）
60.7 85.4 35.1 46.7 68.2 90.8 45.5 74.3 72.2 38.9 44.4 70.0 
Note: Question about  function with longest work exparience is culculated by answering to the question that  "Which 
role have you been tasked with at your company for the longest period of time?"
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length of function with longest work 
experience to length of service at current 
company. Knowing this ratio helps our 
understanding to know horizontal career 
range in organization or degree of skill 
specialization. We divided this ratio into 
four ranges, such as below 25 percent, 25-50 
percent, 51-75 percent, 76 percent or more, 
so that we can compare the result of prior 
study. Based on Koike and Inoki (2002), 
we call those who correspond to 76 percent 
or more “single function model”, and 
those who are 51-75 percent “quasi-single 
function”, and those who are 50 percent 
or less “multi-function model”. “Single 
function model” means those who has 
extensive experience in a given function, 
“quasi-single function model” means those 
who has experience in other functions 
but with fairly extensive experience in a 
particular function, “multi-function model” 
means those who has experience in several 
function without any extensive experience 
in any particular function.
　Table 7 shows the result of analysis. 
Taking a look at total respondents, 76 
percent or more are most with 80.1 percent, 
so it can be pointed that about 80 percent 
or more of UK white-collar are correspond 
to “single function model”. 
　Above line of Table 7 shows the result 
of analysis dividing into managers and 
general employees or, when we look at this, 
managers who are correspond to “single 
function model” are less than chief or 
general employees, "quasi-single function 
model " are little more. This suggests that 
frequency of rotation or lateral movement 
are more for managers, widening horizontal 
career range as a result of that.
　Below line of Table 7 shows the results 
of analysis dividing company size based 
on number of employees for 1000 or less 
and 1000 or more. Large company whose 
employees are 1000 or more is, a less 
“single-function model”. we can speculate 
it attributes to widening job experience, at 
the background of frequent job-rotation or 
Table 7 The ratio of Function with longest work experience to length of service: by position and 
company size
The ratio of function with longest work experience to length of service
Total
25％ or less 26 ～ 50％ 51 ～ 75％ 76％ or more
managers
(223 persons) 2.2 9.9 14.3 73.5 100
general employees or 
chiefs (382 persons) 1.6 6.0 8.6 83.8 100
1000 employees or less 
(354 persons) 1.4 5.4 8.8 84.5 100
1000 employees or more 
(293 persons) 2.4 9.9 13.0 74.7 100
Total (647 persons） 1.9 7.4 10.7 80.1 100
Note: Figure is calculated by dividing the score of answering to question that "In total, for how many years were you 
(or have you been) tasked with your longest-serving role at your company? "  by  years of service length
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lateral movement in large company.
　Table 8 shows result of 2018 UK research 
about this, comparing with prior study for 
reference. It shows 80 percent or more of 
the UK white-collars total are correspond 
to “single-function model”, 60 percent or 
more of large company’s managers are 
correspond to this model. Taking look at 
the UK large company’s managers, they 
are 64.4 percent, which are almost same as 
65.6 percent of the US’s managers.
　What get noticed again is that in 
Japanese managers, “single-function 
model” are a few of 39.2 percent. To put into 
simply, in Japanese managers, those who 
are correspond to “single function model” 
are about 40 percent, “quasi-single function 
model” are about 30 percent, and “multi-
function model” are about 30 percent.
　It is often pointed that Japanese 
managers are generalist, but this result is 
different from that. Although, 60 percent 
or more of UK large company’s managers 
are “single function model”, “quasi-function 
model” are 20 percent, and “multi-function 
model” are 10% or more, when we compare 
the UK, it has to be said that horizontal 
career span of Japanese managers are 
broader. 
4.5 Vertical move: presence of fast-truck 
and timing of screening 
　In 4.5, vertical move is analyzed. 
Presence of fast-truck, timing of ﬁrst group 
appearance, timing of horizontal group 
appearance is questioned to compare with 
Koike and Inoki (2002). In 4.5, vertical 
move is analyzed. Presence of fast-truck, 
timing of first group and horizontal 
group appearance are investigated in 
questionnaire, comparing with Koike and 
Inoki (2002). 
　Firstly, fast-track means career route for 
executive candidate. Then Koike and Inoki 
(2002) deﬁne the term “appearance of the 
ﬁrst group” as a situation that a part of a 
cohort who are promoted slightly earlier 
than others will be appeared. And they 
Table 8 The ratio of Function with longest work experience to length of service: international 
comparison
The ratio of Function with longest work experience to length 
of service 合計
25％以下 26 ～ 50％ 51 ～ 75％ 76％以上
2018 UK 
Reseach
UK white-collar (647 
employees） 1.9 7.4 10.7 83.8 100
Large company's 
managers (87 persons） 3.4 12.6 19.5 64.4 100
Prior 
Study
Japan (1415 persons） 3.0 27.4 30.4 39.2 100
the US (619 persons） 1.0 14.7 18.7 65.6 100
Germany (523 persons） 3.6 13.5 25.4 57.9 100
Note: Prior study are taken from Kioke and Inoki (2002:259).Most of the respondents in Japan, the US, and 
Germany are the section or division managers of large companies, so among the respondents in the UK, the 
section heads and section managers for large companies (more than 1000 employees) were counted as large 
company managers.
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deﬁne the term “appearance of horizontal 
group” as a situation that a substantial 
portion of the cohort have lost any prospect 
of further upgrading are appeared.  
　As we analyzed earlier of this paper, 
as there are many people who change 
jobs, those who entered current company 
without experiencing any other companies 
are less in the UK. And it would be difﬁcult 
to assume that same cohort group form 
long term vertical career, competing 
promotion in a company. However, as Koike 
and Inoki (2002) is almost only one of prior 
study, we make comparative study, setting 
same question.
4.5.1 presence of career route for 
 executive candidate
　In the UK, is there any career route at 
entry level that adopt and develop future’s 
executive candidate? In the left side of table 
9 shows the result of this. Taking look at it, 
while 50 percent of all respondents answer 
“no”, but 12.3% of all respondents answer 
“yes, they are fast-tracked from hire”, 20.9 
percent answer “yes, they are fast-tracked 
starting a little while after the time of 
hire”.  In the case of managers, 20.3 percent 
of UK large company’ managers answer 
“yes, they are fast-tracked from hire”, 37.1 
percent of them answer ”yes, they are fast-
tracked starting a little while after the time 
of hire”.
　In the right side of Table 9, result of prior 
study about the presence of career route for 
executive candidate is listed for reference. 
On base of this Table 9, ratio of this ﬁgure 
is the most in UK’s managers, the US, 
Germany are followed this, Japan is least.
　Related to presence of career route for 
executive candidate, 2018 UK research 
make a question about “is there a 
commonly recognized career path in your 
current company?” It should be noted that 
this result is related to presence of career 
route for executive candidate, and 62.1 
Table 9 Presence of career route for future executive candidate
2018 UK Research （Reference）Prior Study
UK's
white-collar
(996 persons）
large company 
manager 
(143 persons)
Japan 
(148 persons）
the US 
(99 persons）
Germany 
(131 persons)
Yes, they are fast-tracked from 
hire 12.3 20.3 3.4 10.1 9.9
Yes, they are fast-tracked 
starting a little while after the 
time of hire
20.9 37.1 5.4 38.4 28.2
No 50.0 34.3 89.9 49.5 51.9
I don't know 16.8 8.4 1.4 0 0
No answer 0 0 0 2.0 0.9
Note: Prior study are taken from Kioke and Inoki (2002:264).Most of the respondents in Japan, the US, and 
Germany are the section or division managers of large companies, so among the respondents in the UK, the 
section heads and section managers for large companies (more than 1000 employees) were counted as large 
company managers.
Question is "Do you think that there is a career path at your place of employment to fast track future executive (HQ 
division manager or higher) candidates shortly after hire?"
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percent of UK’s managers response “Yes, 
there is a clear career path that is widely 
recognized ”.
　It follows from this that fast-truck is 
commonly recognized career path in UK’s 
large company.
4.5.2 Vertical move in organization: 
timing of appearance of ﬁrst group 
and horizontal group
　Next, we focus on vertical move, say 
timing of screening. The question of our 
questionnaire about (1) timing of first 
group appearance is ” In which year 
of employment do differences arise in 
promotion amongst employees hired 
during the same year? ”, and (2) timing of 
horizontal group appearance is “In which 
year of employment are there employees 
amongst those hired during the same year 
who no longer have any prospect of further 
promotion?”
　The result of 2018 UK research are 
showed in left side of Table 10. That is (1) 
average timing of ﬁrst group appearance 
of all respondents is 3.13 years, average 
of managers is 4.81 years. (2) average 
timing of horizontal group appearance of 
all respondents is 4.81 years, average of 
managers is 5.79 years. Both of (1) (2) are 
tended to be late among managers. The 
result of comparative study is showed in 
right side of Table 11. That is regarding (1) 
average timing of ﬁrst group appearance 
of all respondents, the UK ‘s managers are 
later than the US’s 3.42years, Germany’s 
3.71 years, but the UK is earlier than 
Japan’s 7.85 years. On the other hand, 
regarding (2), although we are not able 
to make accurate comparison with prior 
study because of deference of question, 
result is showed for reference. It is showed 
that timing of appearance of horizontal 
group is 22.30years in Japan, 11.48 years in 
Germany, 9.10 years in the US. As average 
5.78 years of UK7s large company managers 
is the result of the question about “In which 
year of employment are there employees 
Table 10 Timing of appearance of ﬁrst group and horizontal group
2018 UK Research （Reference）Prior Study
UK's 
white-collar
(996 persons）
large company 
manager 
(143 persons)
Japan 
(148 persons）
the US 
(99 persons）
Germany 
(131 persons)
Timing of appearance of ﬁrst 
group(1)
3.13years  
(S.D.3.65)
3.75years
（S.D.3.82)
7.85years 
(S.D.3.56)
3.42years
（S.D.1.96)
3.71years
（S.D.1.87）
Timing of appearance of 
horisontal group(2)
4.81years
（S.D.5.51)
5.79years
（S.D5.70）
22.30years 
(S.D.6.03)
9.10years
（S.D.1.96)
11.48years
（S.D.6.51)
Note: Prior study are taken from Kioke and Inoki (2002:265).Most of the respondents in Japan, the US, and 
Germany are the section or division managers of large companies, so among the respondents in the UK, the 
section heads and section managers for large companies (more than 1000 employees) were counted as large 
company managers. S.D means standard deviation.
Question(1) is "In which year of employment do differences arise in promotion amongst employees hired during the 
same year?"
Question(2) is "In which year of employment are there employees amongst those hired during the same year who no 
longer have any prospect of further promotion?"
It should be caution that there is difference of question between 2018 UK reseach and  prior study.
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amongst those hired during the same year 
who no longer have any prospect of further 
promotion?”, this difference of result could 
be partly because of difference of question “. 
Incidentally, the question of prior study is 
“How many years into their career does 
point where 50% of those in the group can 
no longer expect to be promoted occur?”
5 Conclusion: characteristics of the UK 
and Japan
　So far we have outlined main results 
of 2018 UK research. In concluding, we 
should sum up them brieﬂy, and examine 
difference between the UK and Japan, or 
characteristics of each country.
 
5.1 Summing up results of analysis
　We can summarize as follows based on 
framework and hypothesis we presented 
ﬁrst of this paper.  
　Firstly, regard with rate of those who 
experienced job changes, hypothesis we 
can get from some prior studies is that 
they are a few in Japan, and more in the 
UK. Taking look at the ratio of those who 
entered current company at the same time 
school graduation without being employed 
any other company, ﬁgure is 16.4 percent 
for total respondents in the UK, even 
less 14.7 percent for UK large company 
managers. And UK's large company 
manager who change companies frequently, 
whose job change is ﬁve times or more exist 
23.1percent, which exceed 15.6 percent 
for the US. On the other hand, Japanese 
manager who worked for current company 
only are 81.5 percent with largest among 
four countries.
　Secondly, the UK has strong occupational 
relevance of education, which enable to 
enhance ratio of those who enter company 
without job experience. Taking look at the 
result of question “Having been useful 
things for advancement in their own 
current job”, the things with higher score 
of the UK than Japan are “Off-JT carried 
out by your company”,” The content of 
your education at your ﬁnal educational 
institution”,” Experience with specific 
work in your speciﬁc role”. This result is 
consistent that the UK’s managers tend 
to have stronger educational relevance of 
occupation than Japan.
　Thirdly, related to that, hypothesis prior 
studies suggested is degree of ofﬁcial or 
social qualiﬁcation requirement is stronger, 
which heightens job validity among other 
company in the UK. The results of this 
was that 50.9 percent of UK white-collar 
say that they are "have" in terms of they 
have qualiﬁcation or not, 70.9 percent of 
UK large company managers say that they 
are “have”. On the other hand, ratio of 
Japanese managers saying “have” are 28.9 
percent, “don’t have” are 62.9 percent, those 
saying “have” are much less than the UK.
　Fourthly, regarding horizontal range of 
career in organization, hypothesis was that 
the UK would be narrower than that of 
Japan. When we analyze “ratio of current 
function experience’ year of tenure at 
current company is 76 percent or more”, 
which we called “single function type”, was 
64.4 percent in the UK, which was more 
than 39.2 percent of Japan.
　Fifthly, regarding vertical range of career 
in organization, hypothesis was that career 
route for executive candidate would be 
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more in the UK than Japan. And timing 
of screening in the UK was thought to be 
earlier than Japan. When we analyzed 
ratio of fast-truck, 20.3 percent of UK large 
company’ managers answer “yes, they are 
fast-tracked from hire”, 37.1 percent of 
them answered “yes, they are fast-tracked 
starting a little while after the time of 
hire”, whose percentage was much more 
than Japan. 
　Then we analyzed timing of promotional 
difference, (1) average years in appearance 
of ﬁrst group was 3.13 years, (2) average 
years in appearance of horizontal group 
was 4.81 years. In the case of large 
company’s managers, (1) was 3.75 years, (2) 
was 5.79 years. Of two score, (1) which we 
can compare prior study was earlier than 
Japan.   
　We can summarize above as follow. 
Managers in the UK has strong 
occupational relevance of education, 
that is strong relationship between 
contents of education at school and job 
after entering company. On the other 
hand, the relationship of them in Japan 
is weak. Further in the UK, there are 
strong requirement of official or social 
qualiﬁcation for job, in Japan, they are 
weak. This means that vocational education 
and training outside company has strong 
relationship with skill and knowledge being 
required in organization. The thing is also 
consistent with that there is more single 
function typed managers in the UK, whose 
rate is 70 percent in the UK, 40 percent of 
Japan. It can also be an evidence that “job-
based type employment is major in western 
society” This job -based employment is 
also consistent with high mobility in 
labor market in the UK. In addition to 
this, prevailing fast-truck system are also 
related to early promotion. In addition 
to this, we can also say that fast-truck 
system is related to early promotion, or 
early screening. Because it is not surprised 
that people tend to orient job change when 
they no longer expect promotion in current 
organization.
5.2 Difference between Japan and the UK
　The point about difference between the 
UK and Japan we should point out based 
on above summary is the result that job 
change-oriented of managers in the UK 
is higher than Japan.  This is important 
if we consider about which career theory 
of traditional or new will have validity to 
explain the reality. It is true that certain 
amounts of managers in both countries are 
those who work for particular company, 
and those who got promoted with changing 
job. However, the later are more in the UK. 
　Table 11 and Table 12 can be an evidence 
suits for this. Above column of Table 11 
shows the result about how managers 
consider future’s their career, and below of 
Table 11 shows the result about the most 
effective method for becoming a full-ﬂedged 
professional at current job. The result of 
prior study which has same questionnaire 
is also listed for reference3).
　It should be pointed from this result that 
ratio “I want to continue to do my best at 
my current company”, the UK is a bit fewer 
than Japan. It should not be misunderstood 
is that " I want to continue to do my best 
at my current company is most in Britain. 
However, there is a difference in the 
tendency to job change oriented, and in the 
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UK, about 30 percent are willing to change 
jobs, and about 10 percent in Japan.
　The same thing is apply to below column 
of Table11 which is result about the most 
effective method for becoming a full-ﬂedged 
professional at current job. The most in 
both countries is “Continuing to work for 
a long period of time at the single place of 
employment”, but whose rate is different, 
40 percent in the UK, but from 60 percent 
to 70 percent or more in Japan. On the 
contrary, answering “Continuing to work in 
the same job, even if changing companies” 
is more in the UK, whose rate is 30 percent 
Table 11 Future's career orientation and the most effective method for becoming a full-ﬂedged 
professional
2018 UK Research （Reference）Prior Studies
UK's white-collar 
(996 persons）
large company 
manager 
(143 persons)
Emplyoyee of 
small and medium 
sized companies of 
service industry in 
Japan 
(1317 persons）
Emplyoyees of 
small and medium 
sized companies 
of maufacturing  
industry in Japan 
(911 persons）
(future's career orientation )1
I want to continue to do my best 
at my current company 41.5 39.9 56.5 50.9
I want to change jobs if a good 
opportunity comes along 27.8 35.0 9.8 12.1
I'll just let matters take their 
course 15.6 12.6 12.9 17.6
I want to retire at the 
appropriate time then stay at 
home
8.4 8.4 3.9 3.0 
I want to start my own business 
in the future 3.4 2.8 3.9 6.8 
I'm not thinking about the 
future right now 3.3 1.4 9.7 8.0 
 (the most effective method for becoming a full-ﬂedged professional at your current job)2
Continuing to work for a long 
period of time at the single 
place of employment
42.5 39.3 60.1 72.1
Continuing to work in the same 
job, even if changing companies 30.7 37.1 18.8 10.2
Continuing to work at the 
same place of employment 
until becoming a full-ﬂedged 
professional at the job, then 
changing companies to gain 
further experience
21.0 19.3 10.5 5.1
Other 5.9 4.3
Note: Prior Studies  show JILPT(2010) about service industry,JILPT(2011)about manufacturing industry.
1: Question is "What wishes do you have for your future career? "  
2: Question is "You will now be asked about the most effective method for becoming a full-ﬂedged professional at your 
current job. Select the one answer that best applies."
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in all respondents and 37.6 percent in 
UK large company’s managers. In Japan, 
however, the rate is 10.2 percent in 
manufacturing industry, 18.8 percent even 
in service industry whose labor market is 
high ﬂuidity.
　If we can regard both "Continuing to 
work for a long period of time at the single 
place of employment” and “Continuing 
to work in the same job, even if changing 
companies”   with experiencing multiple 
companies, this rate of the UK is 50 
percent or more, while Japan remains 
30 percent even in service, 15 percent in 
manufacturing. It can’t be said that this 
is small difference. This is also consistent 
with Table 2 which shows the ratio of those 
who experienced companies change4).
Table 12 The most desirable career path
W
orking at a single com
pany 
for a long tim
e and eventually 
attaining a m
anagerial position
G
aining experience at m
ultiple 
com
panies and eventually 
attaining a m
anagerial position
W
orking at a single com
pany 
for a long tim
e and becom
ing 
an expert at m
y job
G
aining experience at m
ultiple 
com
panies and becom
ing an 
expert at m
y job
W
orking for com
panies and 
then starting m
y ow
n business
Starting m
y ow
n business from
 
the beginning
Cannot say either w
ay
I don't know
Total
2018 UK 
Research
UK's white-collar 
(996 persons） 21.9  22.6 22.4 14.4 5.0 1.0 5.6 7.2 100.0 
large company 
manager 
(143 persons)
25.5 30.5 16.3 13.5 5.7 0.0 5.7 2.8 100.0 
Prior 
Study
all employees in 
Japan
(2729 persons)
22.1 7.7 20.9 18.4 10.2 3.0 13.9 3.8 100
managers in 
Japan
(151 persons)
29.1 11.9 18.5 15.9 10.6 6.0 7.3 0.7 100
Note: Prior case study shows JILPT (2008).
Qestion is "There are many career paths in society; please select the one that you feel is the most desirable from the 
following."
　Table 12 shows the most desirable 
career path the UK managers think. 
30.5 percent of UK managers answered 
that the best way is “Gaining experience 
at multiple companies and eventually 
attaining a managerial position”. This 
suggests that the most desirable career for 
UK’s managers is getting promotion with 
experiencing multiple companies. This 
rate answered by UK managers is much 
more than that of 7.7 percent of Japanese 
employees or 11.9 percent managers.
5.3 Some problems to be solved
　The fact that the most desirable career 
for UK’s managers is getting promotion 
with experiencing multiple companies 
suggest that there could be empirical 
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evidence accord to the new career theory 
like “boundaryless career.”
　Finally, we state two points as problem to 
be solved.  
　Firstly, implication for this fact-ﬁnding 
needs to be examined. We should not 
interpret that meaning of this result just 
shows the difference of ﬂuidity in both 
country’s labor market. As our analysis so 
far shows, while there are those who enter 
current company without changing job even 
in the UK, there are those who experienced 
job change even in Japan. the difference of 
both is just difference of degree. It follows 
from this, we need to examine meaning 
of this difference on labor market ﬂuidity 
in both country from working people’s 
perspective.
　Secondly, related to this, we also need to 
examine this result from the standpoint of 
view whether the UK is occupational labor 
market or not. Sato (2011:77-79) analyzed 
career of those who keeping a same job 
while doesn't change wage. And Sato 
(2017:23) made indicator to analyze this 
based on UK’s study. Using these studies, 
we need to analyze further.
  Endnotes
1) The research data of Koike and Inoki (2002), 
which we call prior study, are based on Japan 
Institute of Labor (1998). Author was a member 
of this research project. Table 13 shows basic 
attributes of survey respondents of this research.
2) 2018 UK research was conducted by basic study 
C (theme is “Comparative study between Japan 
and the UK on Internal Labor Market and 
Occupational Labor Market”. No.18K01807) of 
Grants-in-Aid for Scientific Research sponsored 
by Ministry of Education, Culture, Sports, Science 
and Technology (MEXT). 2018 UK Research 
was conducted with corporation of the Cross 
Marketing at 1th of November in 2018, focusing 
on 1000 respondents. In selecting respondents, we 
requested that all employees be white-collar jobs, 
include about 60% of companies with a company 
size of 300 or more, and that there should be no 
signiﬁcant bias in gender or age composition.
3) 911 respondents composition of JILPT (2010) 
are those who work in information industry, 
construction service industry, civil engineering 
service industry, funeral festival business, 
welfare service for elderly care service industry, 
beauty industry. Male respondents are 71.0 
percent, average age is 39.9 years old, including 
38.1 percent graduates from university. Author 
Table13 Basic attributes of survey respondents 
Japan
(1567persons）
United States
(752persons)
Germany
(674persons)
Gender:Male 99.3 73.3 81.9
Position:Department manager 37.5 43.0 38.6
              :Section manager 62.5 57.0 61.4
Work ﬁeld:：Human resources 26.0 29.9 41.7
                   :Sales 27.2 29.0 27.4
            ：Accounting 46.8 32.2 30.9
Educational backgorund:4 year College or University Degree 84.3 32.7 39.9
  ：Post- Graduate degree(MBA incl.) 1.9 60.9 11.3
Company size:1000 or more employees  92.0 96.5 62.9
Industrial sector(manufacturing) 48.7 31.9 41.8
Source:Koike and Inoki(2002:250)
Table13 Basic attributes of survey respondents
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committed to this research project as project 
manager.
  And respondents of JILPT (2011) are 1317 skilled 
or technical employees working in the small and 
medium sized metal and machinery industry, 
whose gender composition, male are 43.9 percent 
of respondents, their average age is 40.2 years old, 
including 25.0 percent graduates from university.
4) The sample composition of JILPT (2008) of 
the prior research is as follows. A survey was 
conducted on 4,000 men and women over the age 
of 20 nationwide, and responses were obtained 
from 2315 (collection rate 57.9percent ,43.9percent 
for men, 8.5 percent for the 20s, 15.0 percent for 
the 30s , 16.3 percent for the 40s, 19.4 percent for 
the 50s, 21.8 percent for the 60s, 19.0 percent for 
the 70s).
Reference
Arthur. M. B. and Rousseau. D. M. (1996) The 
Boundaryless Career: A New Employment 
Principle for a New Organizational Era. Oxford 
University Press.
Baruch ,Y. (2006 )  Career　deve lopment　 in 
organizat ions　and　beyond :Balanc ing 
traditional and contemporary viewpoints, Human 
Resource Management Review,16,125-138.
Dore.R.(1973) British factories and Japanese 
factories (translated by Yasushi Yamanouchi and 
Koich Nagai,1993, Igirisu no koujou nihon no 
koujyou,Chikuma gakugei bunko)
K o i k e , K  a n d  I n o k i , T. ( e d s . ) ( 2 0 0 2 )  H u m a n 
Resource  Development  o f  White -Col lar 
Workers,Toyokeizaisinpousya (Kazuo Koike and 
Tkenori Inoki (ed) Howaitokara no zinzaikaihatu)
Hal l ,D .T. (1976 )  Careers  in  Organisat ions , 
Glenview,IL:Scott,Foresman.
Hall,D.T.(1996) Protean Careers of the 21st Century, 
Academy of Management Exective,10(4),8-15.
Hall,P.A and D.Soskice(eds.)(2001) Variety of 
C a p i t a l i s m : I n s t i t u t i o n a l  F o u n d a t i o n s 
ComparativeAdvantage, Oxford University 
Press. (translated by Hironori Toyama,etal.(2007) 
Shihonsyugi no tayousei,Nakanishisya syuppan.
Hamaguchi,K.(2013) Younger people and work, 
(Keiichirou Hmaguchi (2013) Wakamono to 
roudou,tyuukousinnsyo rakure).
Hamori,M. and Kakarika,M.(2009)
 External labor market strategy and career 
success:CEO careers in Europe and the United 
States, Human Resource Management, (Vol.48, 
No.3, 355-378. 
MacDonald,P.,Brown,K.and Bradley, L. (2005)Have 
traditional career paths given way to protean 
ones?, Career Development International, 
Vol.10,No.2,109-129.
Japan Institute of Labor (1997) International 
c o m p a r a t i v e  S t u d y :  H u m a n  R e s o u r c e 
M a n a g e m e n t  o f  G r a d u a t e  W h i t e - c o l a r 
Workers:Case studies (Nihon roudou kenkyuu 
kikou,1997,Kokusai hikaku :daisotu howaitokara 
no koyou kanri ni kansuru kokusaihikaku,zireity
ousahen,Nihon roudou kenkyuukikou.
Japan Institute of Labor(1998) International 
c o m p a r a t i v e  S t u d y : H u m a n  R e s o u r c e 
M a n a g e m e n t  o f  G r a d u a t e  W h i t e - c o l a r 
Workers:Questionaire Survey (Nihon roudou 
kenkyuu kikou,1997,Kokusai hikaku :daisotu 
howaitokara no koyou kanri ni kansuru 
kokusaihikaku,ankeeto tyousahen,Nihon roudou 
kenkyuukikou.
Japan Institute for Labor Policy and Training(2010) 
HumanResource Development in Small and 
Medium sized service industries, (Roudou 
seisakukenkyu kensyu kikou,2010,tyuusou 
saabisusangyou ni  okeru zinzai ikusei  /
nouryokukaihatu,roudoutyousa kenkyu 
houkokusyo No.118.
Japan Institute for Labor Policy and Training (2011) 
HumanResource Development in Small and 
02_佐藤_Vol17-1.indd   39 2019/10/07   13:24
40
Medium sized manufacturing industries(metal 
and machinery) ,  (Roudou seisakukenkyu 
kensyu kikou, 2011, tyuusou seizougyou ni okeru 
zinzaiikusei /nouryokukaihatu,roudoutyousa 
kenkyu houkokusyo No.131.
Japan Institute for Labor Policy and Training(2008) 
Questionaire survey on working life (the 
4th) JILPT research series No.6 (dai 4kai 
kinnrouseikatu ni kansuru tyousa,JILPTtyousa 
sirisuNo.6).
Sato A.(2011) Discourse of Career Sociology, Senbun-
do (Atsushi Satou (2011) Kyaria syakigaku 
zyosetu,senbunndou).
Sato A.(2014) Human Resource Development 
and Career Formation, Japan Journal of 
Human Resource Management vol.2, No.1. 
(Atsushi Sato, zinzaiikusei to kyaria keisei, 
Nihonroumugakkaisi, dai15kan dai1gou).
Sato A.(2017) Labor Market in the UK will be ILM 
or OLM:Review on international comparative 
studies, Lifelong leraning and Career Studies, 
Vol.15No.1.
Sato H.(2002)  Coparative Studies on Career 
formation and Human Resource Developmant : 
Japan,Germany and the US. (Koike,K and 
Inoki,T.(eds.)(2002) Human Resource Development 
of White-Collar Workers,Toyokeizaisinpousya 
(Kazuo Koike and Tkenori Inoki (ed) Howaitokara 
no zinzaikaihatu).
Storey,J.,Edward,P.,andK.Sisson(1997)
 Managers in the Making: Careers, Development 
and Control in Corporate Britain and Japan, 
Sage.
Sullivan,S.(1999)The Changing Nature of Careers: 
A Review and Research Agenda, Journal of 
Management 25(3),457-484.
C.J.Vinkenburg,C.J,and Weber,T.(2012)Managerial 
career patterns:A review of the empirical 
evidence, Journal of Vocational Behavior 80,592-
607.
02_佐藤_Vol17-1.indd   40 2019/10/07   13:24
41
Comparative study on white-collar workers career formation in the UK and Japan
SATO Atsushi
Comparative study on white-collar workers career 
formation in the UK and Japan : main fact findings 
from the web-questionnaire survey about UK white 
collar workers in large firm.
　The purpose of this research note is to 
investigate how UK’s white-collar workers 
including managers form their career in 
organization, by comparing with previous 
international comparative studies, such as 
Storey et al. (1997) or Koike and Inoki (2002).  
　The 1000 data-set of white-collar workers 
were gathered by web-questionnaire survey 
about white collar workers, consisting of about 
400 managers being employed in UK ﬁrms 
(hereafter abridged as 2018 UK research). 
Although a large number of research about 
white-collar’s career formation, including 
new career theory such as boundaryless 
career as well as traditional career model, but 
unfortunately little is known about comparable 
data on real circumstance of white-collar 
workers career in the UK and Japan. The 
information collected in our research on white-
collar workers seems to be of use in comparing 
with previous research, because 2018 UK 
research are designed to compare with 
previous research by making same question as 
the previous research.
　According to previous studies such as Koike 
and Inoki (2002), we should examine following 
hypotheses.
　1 While many UK managers would tend to 
change job frequently, Japanese managers don’
t tend to change job frequently.
　2 One of conditions that enable to change 
job would seem to be strong occupational 
relevance of school education in the UK, but 
it would not seem strong in Japan. In addition 
to this condition, it seems that manager’s job 
would be required oﬃcial or social qualiﬁcation 
because these qualifications will enhance 
portability of manager’s job.
　3 Manager’s career formation can be 
approached from the view point of horizontal 
breadth of organizational career. Previous 
research show that UK managers breadth of 
career in organization would be narrower than 
that of Japanese managers. 
　4 Manager’s career formation can also be 
approached from the view point of vertical 
promotion of organizational career. Previous 
research show that speed of UK managers of 
vertical promotion would be faster than that of 
Japanese managers. 
　Result of our examination based on the 
data of 2018 UK research and international 
comparison between UK and Japan are as 
follows.
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　1 The ratio of UK managers with non-
experience working for other ﬁrms diﬀers 
between UK and Japan. That ratio also means 
who entered as new school leaver and didn’t 
experienced job change (in other words, they 
are current ﬁrms is only ﬁrms worked for) is 
about 20 percent, which is much lower than 
about 80 percent of managers in Japan.  
　2 Occupational relevance of school education 
in the UK is stronger than that of Japan.
　The result of UK managers answering 
question about useful things in coping with 
current manager’s job are educational content 
of advanced academic studies as well as Oﬀ-
JT of ﬁrm. On the contrary, many of managers 
in Japan answered that many job experiences 
within current function, or experience in other 
function, or advice from their boss.
　3 Oﬃcial or social certiﬁcation requirement 
of UK’s manager job would be stronger 
than that of Japanese manager. While 67.4 
percent of managers worked for large ﬁrms 
in the UK answered yes about the question 
whether there are any official or social 
qualiﬁcations that are essential or desirable to 
gain employment or to work in your current 
job, only 28.9 percent of Japanese manager 
answered yes.
　4 It was found that horizontal breadth of UK’
s managers career in large ﬁrm are narrower 
than that of Japanese managers. In case of UK 
managers, the ratio of function speciﬁc typed 
manager, which means 76 percent or more 
of one’s experience in a given work function 
(extensive experience in a given function), are 
68.3 percent, which are higher than that of 
Japanese managers. 
　5 Regarding with speed of vertical 
promotion, it was found that fast truck which 
means the route for candidate of future oﬃcer 
prevail much more in the UK than Japan. 
In addition to that, diﬀerence in promotion 
amongst employees hired during same year 
arise earlier than that of Japanese managers. 
UK managers promotional diﬀerence arise 
at 4.26 year, 7.86 years in case of Japanese 
managers. 
　To sum up the major characteristics of UK 
manager’s career formation, their changing job 
orientation is relatively higher turnover rate 
than Japanese managers.
　The fact that their changing job orientation 
is relatively higher than that of manager 
s in Japan suggests that there would be 
suitable evidences to new career theory like 
boudaryless career in labor market in the UK.
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